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How women compare with men in terms of empowerment and work performance 
in an academic setting was the main objective of this descriptive-correlation 
study. The moderating effects of age, work experience, educational qualijication, 
and family role were also examined. Respondents of the study included 263 
randomly selected academic staff of a government university; two-thirds of 
whom were female and one-third were male. Findings showed that women 
had a "high" empowerment level while men had "moderate" empowerment. 
Signijicant differences in empowerment mean scores were noted in terms of 
age among women, and in terms of educational qualijication among men. 
Educational qualijication came out as a signijicant predictor of empowerment 
among women, while age and work experience were signijicant predictors 
for men. Work performance for both groups was "outstanding," but women 
had signijicantly higher mean score than their male counterparts. Likewise, 
significant differences in work performance were observed as regards 
educational qualijication for both groups, and in addition, with regard to 
the role in the family for men. Signijicant predictors of work performance 
included educational qualijication among the women, and age among the men. 
Empowerment and work performance were not statistically correlated. 
INTRODUCTION 
The role of women in academic institutions of higher learning worldwide has 
been generally given considerable attention by policy-makers, researchers, 
and the larger community of stakeholders, academics, and even critics. An 
encouraging yet debatable trend seems to favour women as active and prolific 
members of academia and in fact, they might have dominated in terms of number 
and bulk of paedagogical work. Men, however, also have their promising part, 
which is more often than not related to leadership roles and executive functions. 
Nevertheless, the emphasis in the workplace has started to shift from gender- 
related issues to ~erformance-based initiatives in order to sustain organisational 
productivity and individual satisfaction as well as corporate image. Toren (2001) 
had observed that in Finland, Denmark, Britain, Australia, Canada, and Israel, 
women constitute between 7-10% of the highest rank of the academic hierarchy. 
The author, a professor at the Hebrew University, Israel, asserted that the issues 
of gender equalitylinequality in Israeli society has been neglected generally 
and ignored in academia in particular. 
Empowerment and performance vis-a-vis gender perspectives are among 
the controversial and emerging topics of perception-influenced debates and 
empirical research, including those in academia. The term empowerment is 
recurrently used by researchers, practitioners, and counselors but in spite of 
its recognition, there is a lack of empirical work and no generally established 
denotation (Eylon, 1994). It seems like empowerment today is still in an 
embryonic stage; much of what exists is theoretical and has not been empirically 
confirmed (Sinnott, 1995). On the other hand, although the use of evaluative 
performance standards is common in most organisations like educational 
institutions, research in the field has focused almost exclusively on selection 
standards, rather than standards for subsequent performance. It is suggested 
that performance standards can, and should, be systematically studied in their 
capacity to evoke both motivation and satisfaction (Bobko & Colella, 1994). 
Empowerment in the workplace was developed and practised in the 
1950s and 1960s (Thorlakson & Murray, 1996). In the early 1990s, however, 
empowerment became a buzzword, accounted Culver (1995) of The Claremont 
Graduate School. According to Darling (1996), empowerment is the result of 
aligning all of an organisation's systems, processes, and people practices against 
a new organisational paradigm. It is interwoven with several themes: the need 
for controls, the role of leadership, personal ownership of work and of the 
clientele relationship, and breaking down the old organisational paradigm and 
building a new one to unleash employees' potential. Becoming empowered, 
according to Berg (1995), means making decisions that are in integrity with 
the self and taking responsibility for the outcomes. 
Several studies highlighted gender issues related to empowerment and 
work performance. For instance, Murry (1993) found that the nature of the 
empowering experience - or perhaps what experience participants perceived as 
empowering - varies with gender. Women subjects were empowered by their 
relationships with role models and experiential projects, which transformed 
their beliefs about themselves as being able to make a difference in the world. 
Men, on the other hand, were empowered by discussions with peers, which 
transformed and broadened their perspective and views of others. In academia, 
Todd and Bird (2000: 13) clearly spelled out that: 
"the most critical factor influencing the progress of women 
academics at the University of Western Australia is the pattern 
of their employment, which is much less favorable than that of 
men. A higher proportion of women than men are being appointed 
at lower levels, has been employed on casual, fractional and/or 
short-term contracts, do have tenure and takes [sic] more career 
breaks." 
These authors argued that promotion outcomes have always been 
described as being based on merit and therefore, by implication, women have 
been less meritorious in their performance than male academics. In Greece, 
Larnbropoulou (2001), a professor at the University of Athens, asserted that 
promotion in academic rank for higher education is a male temtory, while 
admission and attendance is a female business. 
Zani and Pietrantoni (200 l) ,  both of the University of Bologna, disclosed 
in their empirical data that women score higher than men in meaningfulness and 
competence. Meaningfulness as a component of empowerment describes the 
perceived value of one's job to one's personal beliefs, attitudes, and values, and 
competence as the belief in one's ability to perform a job successfully. These 
authors clarified that the differences are present only when workload is high; 
that is, men with high workload reported lower meaningfulness than women. 
InIndia, Gupta, Koshal, and Koshal(1998) found in their investigation of 
corporate managers that women and men think differently and lead differently. 
According to these authors, more male managers think that women are power 
hungry, do not empower subordinates, and treat them poorly. Women realise 
that to succeed in the business world, they need to develop a management style 
that is comfortable for men. In fact, more men want women to act like men. In 
a case study on how training and empowerment could improve performance, 
Sykes, Simpson, and Shipley (1997) concluded that the use of empowered 
autonomous workgroups could successfully tackle problems of quality, delivery, 
and flexibility. The heavy emphasis on training has made employees feel more 
involved as well as enhanced their technical and communication skills. 
The studies cited may not be exhaustive, thus supporting the need to 
conduct further research like the present one to determine how empowerment and 
job performance may be linked, with special attention to gender differences. 
OBJECTIVES OF THE STUDY 
It was the intention of this research to.ascertain and compare the levels of 
empowerment and work performance among women and men of an academic 
institution of higher learning. It also sought to determine if significant differences 
In empowerment and work performance.would occur when respondents were 
grouped according to (a) age, (b) work experience, (c) educational qualification, 
"d (d) role in the family. In addition, the study aimed at ascertaining the 
Predictive abilities of the preceding variables on empowerment and job 
Performance. The research also attempted to determine the relationship between 
and job performance. 
The research hopes to contribute to the growing body of knowledge on 
gender empowerment and job performance, especially in the context of higher 
education. 
METHOD 
Research Design and Sample 
This research was descriptive-correlation in nature. According to Gay (1996), 
descriptive studies "report the way things are (p. 325)." Correlation research, 
on the other hand, is defined by Fraenkel and Wallen (1996) as those that 
describe the degree to which two or more variables are related. The present 
study aimed to report empowerment and job performance levels of personnel of 
a government university, with special attention to any gender differences, and 
also attempted to find out if certain demographic characteristics are correlated 
with empowerment and performance. 
The participants, composed of a mixture of lecturers and professors (n = 
263), were chosen through simple random sampling from a list of 77 1 employees 
in the university (main campus only) at the time of the study. Two-thirds (172 
or 65%) were female while one-third (91 or 35%) were male. For comparative 
purposes, arbitrary grouping based on median as a cut off point was done. Of the 
female respondents, 53% were in the younger group (35 years and below) while 
47% were in the older group (over 35 years), showing a relatively proportional 
distribution. Another good distribution of female respondents is also observed 
in work experience, where 52% belonged to the shorter category (1 1 years and 
less) and 48%, in the longer category (over 11 years). Two-thirds (68%) had 
Master's degrees, about one-fourth (2 1 %) had Bachelor's degrees, and 1 1 % 
had Doctoral degrees. Many (64%) considered themselves heads of the family, 
and the rest (36%) were family members. 
Of the male respondents, a good proportion (53% and 47%. respectively) 
was noted between those in the younger group (44 years and below) and the 
older group (over 44 years). The same distribution was observed in terms of 
work experience, where 5 1 % had shorter (1 9 years and less) work experience 
and 49%, longer (over 19 years) experience. Almost half (45%) had Master's 
degrees, more than one-third (36%) had Bachelor's degrees, and a good 
proportion (19%) had Doctoral degrees. More than half (56%) of the male 
respondents were family heads and the remaining 44% were members of the 
family. 
Data Collection 
In determining work performance of the respondents, the data available at the 
university's Human Resource Management Office were utilised. Permission was 
made to use the data, which were highly confidential in nature, and the Office 
was assured that they would be utilised for research purposes only. Ratings for 
work performance ranged from 5 ("outstanding") to 1 ("poor"), and descriptions 
of performance levels were based on the following five-point scale arbitrarily 
devised by the researchers for this study: 
Scale Description 
4.20 & above Outstanding 
3.40 -4.19 Very Satisfactory 
2.60 - 3.39 Satisfactory 
1.80 - 2.59 Unsatisfactory 
1.79 & below Poor 
In assessing empowerment, the 18-item, Likert-type, positively stated, 
standardized Empowerment Opportunities Questionnaire (EOQ) devised by 
Kolb, Osland, and Rubin (1995) was used. The reliability and validity of a 
standardised instrument lie in the fact that norms or scales can be compared 
against what is considered the normal range of responses.(Grolier ~nternaiional 
Encyclopedia, 1993). Nevertheless, the questionnaire was pilot-tested again to 
ensure its reliability in the local conditions. The Cronbach alpha coefficient for 
trial administration was 0.88. 
The EOQ has a five-point scale with responses from very frequently to 
very infrequently (scored from 5 to 1, respectively). Sample items include: "My 
supervisor.. .lets me do my job without interfering", ". . .makes an effort to locate 
and remove barriers that reduce efficiency7', ". . .encourages all of us to work as 
a team". Responses to the questionnaire were interpreted as follows: 
Scale Description 
66.01 - 90.00 High empowerment level 
42.01 - 66.00 Moderate empowerment level 
42.00 & below Low empowerment level 
Statistical Treatment of Data 
The data were analysed using the mean, median, standard deviation, t-test, One- 
Way Analysis of Variance (ANOVA), Scheffe test, Pearson's r, and stepwise 
multiple regression analysis. The SPSS computer software was utilised in all 
analyses at .05 significance level. 
FINDINGS 
Empowerment 
As an entire group, the female respondents (n = 172) had high level of 
empowerment (mean = 66.74; SD = 12.03). Their male counterparts (n = 
95) demonstrated moderate empowerment level in the EOQ, as shown by 
their mean score of 64.76, and a standard deviation (SD)  of 11.86. When 
the mean scores were tested statistically, however, it was found that their 
levels of empowerment did not significantly vary (t = 1.21; r = .227). 
Across demographic variables, the findings showed that in terms of 
age, the younger female samples expressed high (mean = 69.52; SD = 10.71) 
empowerment while the males had moderate (mean = 64.15; SD = 11.04) 
empowerment. Both the older female (mean = 63.63; SD = 12.77) and male 
(mean = 64.31; SD = 12.79) respondents showed moderate empowerment. 
To determine whether the differences were significant, the t-test was used. 
Findings revealed a significant difference in the empowerment level of female 
respondents grouped by age, in favour of the younger respondents ( t  = 2.39; r 
= .019). Among the male respondents grouped by age, no significant difference 
was found in their empowerment (t = .46; p = .642). 
With regard to work experience, the female participants who had shorter 
experience had high (mean = 68.02; SD = 10.50) empowerment while the 
male participants with shorter work experience had moderate (mean = 63.73; 
SD = 12.16) empowerment. However, those with longer work experience 
for both female (mean = 65.42; SD = 13.41) and male (mean = 65.88; SD = 
11.49) respondents expressed moderate level of empowerment. No significant 
differences were found in the empowerment levels of both groups (women 
and men) when grouped by work experience (t = 1.03, r = .305; t = 1.19, r = 
.237, respectively). 
With respect to educational qualification, the female respondents who had 
Bachelor's (mean = 66.64; SD = 8.40) and Master's (mean = 65.49; SD = 12.50) 
degrees expressed a high level of empowerment. Those with Doctoral degrees 
had moderate (mean = 64.12; SD = 15.94) empowerment. Areverse is observed 
among the male participants, where those with Bachelor's (mean = 65.68; 
SD = 6.72) and Master's (mean = 63.17; SD = 12.67) degrees had moderate 
empowerment, and those with doctoral degrees indicated Izigh empowerment 
(mean = 73.17; SD = 11.46). Using Analysis of Variance (ANOVA) for both 
groups in three categories of educational qualification, no significant differences 
were found in empowerment among female respondents (F = 1.60; r = .207). 
Among the males, however, differences in empowerment were significantly 
observed (F = 6.01 ; r = .003), disclosed by the result of Scheffe test as occumng 
between those with Doctoral degrees and Master's degrees. 
In terms of role in the family, both the heads (mean = 67.04; SD = 13.22) 
and the members (mean = 66.35; SD = 10.48) of the family for the female group 
said they were accorded high level of empowerment. The opposite is noted 
among the male respondents, where both the heads (mean = 65.05; SD = 1 1.82) 
and members (mean = 64.23; SD = 12.02) of the family expressed moderate 
empowerment. No significant differences were found in the empowerment 
levels of both groups (heads and members) when grouped by'role in the family 
(t = .27, r = .788 and t = .44, r = .661, respectively). 
Work Performance 
When taken as an entire group, the female participants (n = 172) obtained a job 
performance mean score of 4.87 (SD = .34), which is described as outstanding 
performance. Interestingly, the same level of job performance (outstanding) 
was also obtained by the male participants, as supported by their mean score of 
4.25 (SD = .31). When the mean scores, however, were analysed statistically, 
the findings showed that their levels of job performance differed significantly 
(t = 14.1 1, r = .000), in favour of job performance of the female respondents 
indicating better performance than their male counterparts. 
Across demographic variables, both the younger and the older female 
respondents obtained outstanding job performance, as supported by their mean 
scores of 4.88 (SD = .36) and 4.87 (SD = .33), respectively. Although with 
lower mean scores, the male respondents' job performance could be described 
as outstanding, with a mean score of 4.24 (SD = .30) for the younger group, 
and a mean score of 4.26 (SD = .33) for the older group. When both groups' 
(female and male respondents in the two age categories) mean scores were 
analysed using the t-test, no significant differences were found (t = .29, p = 
.775 and t = .29, r = .772, respectively). 
When grouped by work experience, a similar finding of outstanding job 
performance surfaced between the female and the male respondents in both 
shorter and longer categories of work experience. This finding is evidenced by 
the mean scores of 4.90 (SD = .30) and 4.84 (SD = .37), respectively for the 
females, and 4.23 (SD = .28) and 4.27 (SD = .35), respectively for the males. 
When the t-test was applied to determine significant differences in the mean 
scores, the finding did not show any significant differences. This is supported 
by the t-values of .44 (r = .661) and .73 (r = .466) for the female and the male 
respondents, respectively. 
In terms of educational qualification, the female respondents with 
Bachelor's (mean = 4.84; SD = .37), Master's (mean = 4.91; SD = .29), and 
Doctoral (mean = 4.72; SD = .46) degrees obtained outstanding job performance. 
The male respondents also performed outstanding, with mean scores of 4.20 
(SD = .31), 4.22 (SD = .34), and 4.42 (SD = .17), respectively, for those with 
Bachelor's, Master's, and Doctoral degrees. The ANOVA test revealed that 
female respondents differed significantly in their job performance (F = 5.94; 
r = .003). To identify where the difference lies, the Scheffe test was used. 
Findings showed that those with Master's degrees had significantly higher 
job performance than those with Doctoral degrees. For the male respondents, 
significant differences (F = 3.19; r = .046) were also observed in the mean 
scores after employing ANOVA. Using the Scheffe test, it was revealed that 
the job performance of those with Doctoral degrees was better compared with 
those having Bachelor's degrees. 
With regard to role in the family, both the female heads (mean = 4.87; SD 
= .33) and members (mean = 4.87; r = .34) of the family were rated outstanding 
in their job performance. For the male respondents, the heads of the family, 
obtained a very satisfactory (mean = 4.19; SD = .34) job performance, while 
those who considered themselves members of the family were rated outstanding 
(mean = 4.33; = .26). To determine if the mean scores were statistically different, 
t-test analyses were done. Findings showed that for the female respondents, there 
was no significant difference (t = .03; r = .974) in job performance in terms of 
role in the family. On the other hand, for the male respondents, a significant 
difference in job performance occurred, in favour of the members of the family 
showing higher job performance (t = 2.27; r = .026). 
Predictors of Empowerment and Job Performance 
The Stepwise Multiple Regression Analysis was employed in determining 
the predictive ability of the independent variables (age, work experience, 
' 
educational qualification, and role in the family) on gender empowerment 
and job performance. The variables were entered as a block in the regression 
equation to predict the independent variables. 
Predictors of empowerment 
Educational qualification came out as a significant predictor of women 
empowerment. As a predictor, it obtained an R value of .2525 and an R2 value 
of .0637. This means that 6.37% of the variance in women empowerment 
could be attributed to age, work experience, role in the family, and educational 
qualification. With the addition of educational qualification to the equation, an 
R2 increment of .0354 was obtained, explaining that 3.54% of the variance in 
women empowerment was attributed to educational qualification alone. 
Age and work experience came out as significant predictors of 
empowerment among the men. As a predictor, age obtained an R value of 
.2888 and an R2 value of .0834. This indicates that 8.34% of the variance 
in empowerment among the male respondents could be attributed to work 
experience, educational qualification, role in the family, and age. With the 
addition of age in the equation, an RZincrement of .0425 was yielded, explaining 
that 4.25% of the variance in empowerment among the men could be attributed 
to age alone. 
Work experience was considered as another predictor with an obtained 
R value of .2995 and an R2value of ,0897. This means that 8.97% of the 
variance in empowerment among the male respondents could be attributed to 
age, educational qualification, role in the family, and work experience. With 
the addition of work experience in the equation, an R2 increment of .0063 was 
generated, explaining that .63% of the variance in empowerment among the 
men could be attributed to work experience alone. 
Predictors of work performance 
Educational qualification was found to be a significant predictor of job 
performance among the female respondents. Educational qualification obtained 
an R value of .2516 and an R2 value of .0633, explaining that 6.33% of the 
variance in job performance among the women was attributed to age, work 
experience, role in the family, and educational qualification. With the addition 
of educational qualification in the equation, an R2 increment of .0202 was 
obtained, explaining that 2.02% of the variance in job performance among the 
women was attributed to educational qualification alone. 
Among the male respondents' job performance, age came out as a , 
significant predictor. As a predictor, age obtained an R value of .25 12 and an 
R2 value of .063 1, which means that 6.3 1 % of the variance in job performance 
among the men was attributed to work experience, educational qualification, 
role in the family, and age. With the addition of age in the equation, an R2 
increment of .0606 was obtained, explaining that 6.06% of the variance in job 
performance among the men was attributed to age alone. 
Relatioizslzip between empowerment and work performance 
The Pearson Product Moment Correlation (Pearson's r) disclosed a negative 
and not statistically significant relationship between empowerment and job 
performance. This is evidenced by r = -.034 and the r-value of .742. 
DISCUSSION AND CONCLUSION 
The women in this study were at par with their male counterparts in terms of 
opportunities for them to lead or be involved in group work to accomplish 
group tasks; there was sufficient amount of delegation entrusted to them. This 
also indicates that their university administrators or their immediate supervisors 
(deans or directors) could depend upon them (respondents) in achieving som 
organisational goals. In the academic institution studied, women dominate 
the workplace in terms of number, and they were as professionally qualifie 
as their male peers. In addition, the women involved had a view that they we 
given adequate chances to be involved in matters that they thought woul 
contribute to their professional growth and the improvement of the organisation. 
Although the mean scores were not statistically significant, the men indicated 
a moderate empowerment level while their female colleagues obtained a high 
level of empowerment. 
In line with Sinnott's (1995) contention, the findings imply that the 
university staff are given enough opportunities of building, developing, and 
sharing in the organisation's development, or the opportunity to share,in 
solutions and decisions that affect their work area and performance (Paulsen, 
1994). As supported also by Jain (1998), empowerment of employees is a very 
important factor influencing productivity. 
Younger academic personnel, especially females, appear to have more 
physical vigour and physiological aggressiveness, which could explain why 
they were accorded more empowerment opportunities compared to those who 
were relatively older. Arguably, when academic personnel are young, they have 
the physical dynamism to endure the demands of the job. Younger academic 
staff may be idealistic in their career and are aggressive in their professional 
development undertakings. . 
The higher empowerment of the respondents with higher degrees, in 
particular the males, could be rationalised by pointing out that those who had 
acquired higher educational attainment such as a Master's degree would tend 
to be more knowledgeable of the job and the routines in the organisation. 
Likewise, those who are more adept of the nature of work to be done as a 
manifestation of their educational background would get the sympathy and 
trust of their administrators. Hence, more empowerment opportunities would 
be afforded to them. Although Lloyd, Braithwaite, and Southon (1999) argued 
that empowerment is a difficult concept to nail down, Misterek (1995) asserted 
that empowerment is the by-product of management providing the team with 
clear direction and boundaries, and appropriate levels of resources. Beach 
(1996) also supports the present research by stating that if a person has a desire 
to expand hisher knowledge through either a personal or professional learning 
opportunity, that person will most certainly become a well rounded, contributing 
member of the organisation-as in the case of higher learning institutions. If the 
institution can create a system within its environment that helps an individual 
to pursue any kind of learning, the employee's contribution to the organisation 
would most certainly be fuller and richer. 
The women outperformed their male counterpart in doing their individual 
share of the duties and responsibilities toward the attainment of the university's 
goals and objectives. They are more conscientious in carrying out their tasks, 
such as that of advancing the overall welfare of the students and the general 
public. Performance appraisal, said Kolb et al. (1995), is a process that starts 
with translating organisational goals into clear expectations for each individual, 
training people to do their jobs, providing effective supervision and coaching, 
determining strengths and weaknesses, and developing plans for the employees. 
It is not a once-a-year event, but an ongoing activity. 
The results of the performance evaluation imply that the female 
academic personnel seem to have put forth more considerable efforts towards 
organisational commitment in the desire to promote organisational growth 
and development. The remarkable work performance displayed by the women 
reveals a manifestation of their strong motivation to uphold the reputation of 
the university as among the country's Centres of Excellence. It seems that the 
female respondents were highly creative, imaginative, and innovative in their 
approaches to teaching. They exercise more patience and persistence in their 
work, and are highly tolerant and understanding in their dealings with the 
students. These characteristics may have consistently impressed their students 
as well as their immediate supervisors, thereby giving them higher work 
performance ratings. In the university studied, student evaluation canies a 
substantial proportion of the whole performance appraisal outcome. 60% of the 
, results come from students' evaluation while 40% comes from the immediate 
supervisors' (deans or directors) assessment. According to Fogarty (1996), 
the general interpretation of the results must be that the men and women are 
capable of equal performance levels and are equally attracted to work. The 
finding of the present study though, does not support this statement, owing to 
the significantly different scores between women and men involved. 
The personnel (women and men) with higher degrees appear to have better 
job performance compared to those with baccalaureate degrees. Theoretically, 
employees with higher educational attainment are well equipped with the 
knowledge and skills necessary to cany out their jobs in academia as instructors 
or professors, or in technical and clerical environments as researchers. With 
their graduate degrees, the personnel seem to have performed successfully their 
roles, functions, and responsibilities in the university. 
The academic staff (men) who consider themselves as members of the 
family seem to realise that they do not have many responsibilities to deal with 
and attend to, unlike their counterparts who were heads of the family. The latter 
are those who perform several roles not only in the workplace but also at home 
and in other personal and social undertakings. It may be conjectured that the 
members of the family could give more time to their university-related work 
like lectures and research, and therefore accomplish higher output and produce 
more desirable results. As clearly espoused by Hite and McDonald (1995), 
Women, whether by choice, to fulfill societal expectations, or in response to 
their spouses' greater eaming power, the commitment to hours of work at horne 
leaves little time to pursue additional professional development. 
The absence of a statistically significant relationship between 
empowerment and job performance implies the independence of these variables 
with one another. The finding debunks what Koberg, Boss, Senjem, and 
Goodman (1999) found that a sense of empowerment affects performance, 
productivity, and commitment. 
IMPLICATIONS AND RECOMMENDATIONS i 
i 
Empowerment 
Empowerment, or the act of building, developing, sharing, and working together 
(Sinnott, 1995), needs to be maintained or strengthened in order to involve more 
academic staff in the wdrkplace, especially the men. Involving the personnel 
in a number of functions might give them the feeling that their services and 
expertise are needed; that they are persons of worth; or that they have something 
to contribute to the welfare of the organisation. This involvement might in turn 
enhance the personnel's morale, motivation, and love for work. In empowering 
employees, Vogt and Murrell(1990) suggested the following measures: 
create a shared vision; 
provide clear top-management support; 
respond to external circumstances and develop a strategy for continually 
scanning the environment; 
:use job enrichment and creative sponsorships, role models, peer alliances, 
coaching, and mentoring; 
develop reward systems that build win-win rather than win-lose attitudes; 
and 
identify and clarify common goals. 
B 
Empowerment opportunities must be afforded to all, not only to a selected % 
few, so that everyone may have the chance to show his or her capabilities and 
develop his or her potentials. In organisations that practise true employee 18 
participation, people have the opportunity to share in solutions and decisions : 
that affect their work area and performance (Paulsen, 1994). As clearly stated " 
by Johnson and Thurston (1997: 72): 4 
Empowerment, as with most significant organisational change 
programmes. requires time and commitment. Even with the best 
management tools, empowerment efforts have a negligible chance 
of long-term success without commitment from employees, 
i. 'I 
managers, and especially organisational leaders - leaders who 4 
4 1 
must not only inspire change but also ensure its enactment through 
empowering systems and organisational structures. 
An oveniding goal for the university concerned in the present study should 
be to ensure that there is no wide gender discrepancy in the way the academic 
personnel are empowered into future endeavours. In other words, empowerment 
programme should address fairly and objectively how men and women are 
entrusted various tasks and responsibilities. Special consideration should be made 
considering the staff's educational qualification, age, and work experience, as 
these variables turned out to be significant predictors of empowerment. 
Work Performance 
Although the males were rated outstanding in their work performance, the 
women displayed a significantly higher mean score in performance rating. 
Nevertheless, it is recommended that the university personnel who obtained 
meritorious performance should be given commendations by the administration 
such as promotion in rank or in the form of financial remuneration. Care, then, 
should be taken when assessing the performance of the personnel so that an 
objective, attractive, and competitive promotion scheme or financial package 
will be put into action. Through an effective performance appraisal system, as 
Torrington and Hall ( 199 1) argued, employees can gain reassurance, praise and 
encouragement, feedback on their strengths and weaknesses, and guidance on 
future career paths. In addition, it is recommended that educational qualification 
and age should be taken into consideration when planning for programmes 
and activities that can help boost the academic personnel's performance. This 
is because, as disclosed in the findings, these variables came out as significant 
predictors of work performance. 
Likewise, those who manifested outstanding performance evaluation 
may be utilised to serve as team or committee leaders during major activities 
of the university. As top performers, it is implied that these employees have the 
competencies needed to satisfy what are expected of them. This move might also 
encourage others to strive hard and exert more effort in their work. 
A periodic programme aimed at recognising outstanding employees may 
also be tried out. Just as students receive their awards for outstanding academic 
work in a special convocation or "Honors Day" a similar or parallel activity for 
outstanding personnel, regardless of gender, may also be undertaken. 
Policy 
The Faculty Association and the Academic Council are encouraged to make a 
periodic and functional review of the policies governing the academic staff's 
welfare and development, especially those pertaining to non-gender-bias 
training and promotion. These professional bodies should constantly assess the 
effectiveness of the policies implemented in the university and recommend to the 
Board of Regents, the highest policy-making of the university, whatever plans and 
programmes deemed beneficial to all the employees, without special preference 
for gender. With the collaboration of the Human Resource Development Office, 
a more dynamic personnel development programme may be put into action. 
Research 
The findings of this research may be replicated among the personnel of other 
higher education institutions and across cultures so that wider generalisations can 
be formulated and that a clearer image of the relationship between empowerment 
and work performance may be established. 
It also recommended that a study like this should be canied out among 
non-academic staff (clerical and administrative staff) to determine any gender 
differences in terms of empowerment and work performance. Other variables that 
might have bearing on empowerment and work performance such as (perceptions 
of) working conditions should also be explored. 
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